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 TC "ABSTRACT" \f C \l "1" 
The study aimed in assessing factors affecting human resource succession planning in the Tanzania public and private organizations.  Specifically, the study aimed in finding answers to four objectives. It assessed the extent of human resources succession planning activities in Tanzania work organizations; it also examined the challenges facing human resources succession planning in the Tanzania work organizations. Furthermore, the study assessed the positive factors influencing human resources succession planning in Tanzania work organizations. Finally, the study looked at strategies used for enhancing the application of human resource succession planning in Tanzania work organizations. The study employed questionnaire, key informants, FGDs as well as documentations were used during this study.
The study findings indicate that majority of the respondents did not have knowledge on the concept of human resource succession planning and how it works in their organizations. Few organizations surveyed conducted succession planning but how effective and regularly done in the organizations remained questionable. The study finding showed that human resource succession planning played an important role for the organization development. Hence, all organizations should understand the paramount role played by human resource succession planning for their survival. Moreover, various strategies of enhancing human resources succession plans were identified during this study and included attracting and recruiting potential employees, Effective leadership and management development and improving budget was among the strategies identified in enhancing effective human resource succession planning in the surveyed organizations. Furthermore, the study also provides the recommendations of what should be done improving succession planning and this include commitment by management, disseminating information on the importance of the human resource SP e.t.c.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Introductory Remarks TC "1.1 Introductory Remarks" \f C \l "1"  

This part provides the background to the research problem; statement to the research problem; objectives of the study; research questions as well as significance of the research to policy, academia, and increasing knowledge
1.2 Background to the Research Problem TC "1.2 Background to the Research Problem" \f C \l "1" 

Succession planning was first introduced by Fayol who believed if succession planning needs were ignored, organizations would not be prepared to make necessary transitions (Rothwell, 1994). Succession planning allows an organization to prepare for the absence, departure, death, retirement, or termination of an individual. It provides for continuity of culture and the evolution of necessary skills for an organization (Blaskey, 2002). Steele (2006) argues that succession planning has been used as a formalized method for dealing with changes in leadership for over fifty years. Originally used to anticipate smooth transitions at the top level in organizations, it has evolved into a process that many organizations view as a critical for key positions across functions and levels. While operational definitions vary, the core meaning has remained the same throughout the decades as the process of succession planning has evolved. 

Succession planning has long been an active human resources strategy that has been discussed at professional conferences and within professional journals and publications (Johnson and Brown, 2004). Since the late 1990s, HR professionals and decision makers have been aware of the need for formalized strategic planning of their workforces, especially given the pure demographics of the public service environment, at all levels. The inevitably changing workforce, driven by the steady exodus of baby boomer workers towards retirement, and converging many times with an increasing demand for public services, marked the generational HR management need for proper planning and development of thoughtful strategies in the areas of recruitment, retention and succession planning. While the HR and leadership community recognized this need for proper planning, circumstances and limited resources have prevented some agencies from instituting a formal approach to workforce planning. However, there are many examples of success in this area, often driven and supported by government leadership outside of the traditional human resource community for example, at the federal level workforce planning or human capital planning is a major component of the President's Management Agenda; and in the State of Georgia, the state legislature embedded formalized workforce planning for agencies within state law (ibid, 2004). 
Succession planning embraces not only identifying qualified and motivated candidates for promotion to executive positions, but also developing their capabilities in a manner that will prepare them to perform effectively in leadership positions (Stinchcomb et al., 2010). Coaching and mentoring have become widely accepted techniques for extending such development beyond classroom training and on-the-job experience. But these strategies are only effective to the extent that they include structured activities, conducted to achieve targeted goals, by those with training to properly facilitate the process.
Succession planning process includes three main components. The first component is selection of candidate based on previous experience and background among and formation of talent pool (Rothwell, 2010). By this, we make sure that each key position has alternative potential successors and each talent has multiple potential promotion paths (Byham et al., 2002). The trend in scope of succession planning is expanding it to cover all the positions not just top managerial positions. It has shown that companies considering lower levels have better profitability (Garmen and Glaw, 2004). In case of not including all the organization, it is very important to identify critical positions which are essential for the organization, department, division, work unit, or team to achieve the necessary work results (Ibarra, 2005). Strategic plan can be a guideline for this aim. Beyond identifying what skill sets and knowledge bases are required for key positions, it is crucial that, the succession plan provides a method or plan for providing employees the opportunity for professional development. After selecting the talents, the role of development of successor as a second component of SP becomes clear.
Identifying development plan and follow–up is a mandatory part of process (Rothwell, 2002). The plan should be tailored to the individual needs and interests of successor (Patton and Pratt, 2002). Best development methods include 360–degree feedback, executive coaching, mentoring, networking, job assignments and action learning (Groves, 2007). The third component of SP process is change management and process management, including function and sub–processes like strategic view of Succession Planning, management commitment, implementation considerations etc. Succession plan makes sure that, organization has access to required human resource, quantitatively and qualitatively. This plan will determine promotion opportunities and developmental needs of candidates and build management commitment (Christie, 2005). But the problem is that, while companies may have SP in place, they may fall out of sync with what the company needs to grow or expand into new markets.
Therefore, it is very vital to link succession planning to business strategy to obtain need kind of people with the needed set of skills for the future. However, this linkage has not been achieved in real world even in organizations with best succession planning (Karaevil and Hall, 2003). Management commitment like any other organizational–wide program is critical for successful implementation of Succession Planning. Without the support, succession planning is not executable even if design phase is done well (Diamond, 2006). Awareness and communication is another issue in process management of Succession Planning. It seems that, the best state for both organization and individual is that issue raise and discuss openly based on a transparent posted process (Greer and Virick, 2008). Continuous evaluation is important in process management.
1.3 Research Problem TC "1.3 Research Problem" \f C \l "1" 
Succession planning has become a major concern for many clients who now see aging baby boomers considering retirement (Beitler, 2005). Many of these boomers built their professional careers in a very competitive environment; they see “what they know” as a competitive asset that must be carefully guarded. Succession planning helps organizations manage their talent pipeline (Guin, 2000). Its goal is to ensure that, the quantity and quality of leaders are identified, fully capable, and ready to contribute to the effective performance of a business in future. Although, new career concepts like boundary-less careers (Arthur and Rousseau, 1996) and protean careers (Hall, 1996) emphasize individual responsibility in career development, no successful business can stop career management programs like succession planning to identify and develop the right people to ensure that the important skills are present in the organization over the long term (Barnet and Davis, 2008). Some business trends are in favour of taking succession planning more seriously. Demographic trend in workforce toward aging and decrease in supplying workforce, tight labour markets (Busine and Watt, 2005; Naris and Ukpere, 2010); changes in values and attitudes of new generation workers toward demanding more independent, and flexible job with more training and learning opportunities (Cascio, 2006); shifting the source of competitive advantage from tangible assets to tacit knowledge stuck to the minds of employees (Barnet and Davis, 2008) which needs a mechanisms in place to avoid the risks of lost valuable human resources and ensure continuity. 

For the case if Tanzania work organization, human resource succession planning is no much practised. This on one hand has affected manpower planning of different work organizations including public and private one. For instance, despite the effort done by the ministry of health and social welfare  in staffing the health facilities at all levels, there is still more work to be done. There is a general shortage of qualified staff at all levels, but the shortage is more evident at the lower levels and in the hardship working environment areas.
 
The shortage is mainly caused by, among other factors, low output of qualified staff, mal-distribution, poor remuneration, poor infrastructure, lack of attractive retention scheme, migration after training to other countries, and inter-sectoral movement and or retraining in other disciplines (MOHSW, 2009).
 Despite the fact that many studies has been carried out on succession planning, most of them were carried out in Asian countries like Iran and other developed countries particularly European countries (Busine and Watt, 2005). The study findings indicate that few studies were done in the developing countries including Tanzania. Therefore, this study aimed to assess challenges facing human resources succession plan activities in Tanzania work organizations by using a case of public and private organizations located in Dar es Salaam Region.
1.4.0Research objectives TC "1.4.0Research objectives" \f C \l "1" 
1.4.1 Main Objective TC "1.4.1 Main Objective" \f C \l "1" 

The main objective of this study was to assess the challenges facing human resource succession planning in Tanzania work organizations using a case of  public and private work organizations located in Dar es Salaam region. 

1.4.2 Specific objectives TC "1.4.2 Specific objectives" \f C \l "1"  

i.	To assess the extent of human resources succession planning activities  in Tanzania work organizations;
ii.	To examine the challenges facing human resources succession planning in the Tanzania work organizations;
iii.	To assess the positive factors influencing human resources succession planning in Tanzania work organizations;
iv.	To recommend strategies for enhancing the application of human resource succession planning in Tanzania work organizations.
       1. 5  Research Questions TC "1. 5  Research Questions" \f C \l "1"  

i.	To what extent human resources succession planning activities is carried out in Tanzania work organizations?
ii.	What are the challenges facing human resources succession planning in the Tanzania work organizations?
iii.	What are the positive factors influencing human resources succession planning in Tanzania work organizations?
iv.	What are the strategies for enhancing the application of human resource succession planning in Tanzania work organizations?

1. 6 Significance of the Study TC "1. 6 Significance of the Study" \f C \l "1" 

The study is expected to make contributions to the expanding literature on issues related to the human resources succession planning in Tanzania work organizations. Results from the study will have significance to academia, extension of knowledge frontier as well as to policy makers. The study will fulfil my academic need of acquiring Masters of Business Administration (MBA). The dissertation will also be used as an important reference material to other academicians who will use the research document for further reference. The future researchers will identify the gaps available for further studies. Furthermore, the study is expected to provide knowledge on the challenges facing human resource succession planning in Tanzania work organizations. The research findings are also expected to raise some human resource succession plan pitfalls which should be addressed by Tanzania work organizations.   Similarly, the study will also benefit policy makers, non-governmental organizations, civil society organizations and community based organizations in policy making process and advocacy for the benefits of all stakeholders in the transportation industry.
1.7  Organization of the Study TC "1.7  Organization of the Study" \f C \l "1" 
















CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1. Introduction TC "2.1. Introduction" \f C \l "1"  

This part covers the following areas of the study: - The first part presents theoretical review of the study. The second part explores the empirical literature review of the study. The third part provides a literature gaps to be covered by the study. The fourth part provides conceptual framework which will guide this study.
2.2 Definition of the key terms TC "2.2 Definition of the key terms" \f C \l "1" 

This subsection provides definitions of key concepts such as succession planning, human resources as well as human resources management from various sources.
2.2.1 Succession planning TC "2.2.1 Succession planning" \f C \l "1" 

Succession planning refers to the process of identifying employees who have the potential to assume key positions in the organization and preparing them for these positions (Belcourt and McBey, 2007). The identification of talent is always paired with on-going programs to develop that talent. Likewise, succession planning defined as “deliberate and systematic effort by an organization to ensure leadership continuity in key positions, retain and develop intellectual and knowledge capital for the future and encourage individual” (Rothwell, 2010). It is argued that succession planning is no longer limited to top managers, nowadays need to successor for every job in the organization is evident, especially with more involvement of employees to the organization and distribution of decision making to empowered employees across organizations. 
2.2.2 Human Resources TC "2.2.2 Human Resources" \f C \l "1" 

Tracey (2003) in the human resources glossary defines human resources as ‘the people that staff and operate an organization. Human resources are used to describe the employees of an organization. It also refers to the activity of managing the workforce of an organization (http://www.brighthub.com/office/human-resources/articles/91543.aspx visited on 17.07.2011 (​http:​/​​/​www.brighthub.com​/​office​/​human-resources​/​articles​/​91543.aspx visited on 17.07.2011​)). 
However, a new approach that gained currency in the 1990s considers the workforce as human capital. This approach provides a human resources definition that considers the workforce as assets rather than cost, crucial for an organization’s competitive advantage, with the premise that development of human capital through provision of learning and development opportunities lead to better organizational performance.
Furthermore, there is the latest definition of human resource in vogue in recent years which considers employees as a ‘human assets.’ It argues that, the spread of the knowledge centric information economy has raised the importance of human resources more than ever before. Organizations understand that the core of the organization’s knowledge, skills, and competencies reside within their employees, and that unlike other resources, human resources learn and grow better with age and experience. Organizations now realize the importance of human resources as the most crucial and productive resource to create long lasting advantages. Increased opportunities have led to scarcity of talent  and as such, organizations compete for acquiring human assets.

2.2.3 Human Resource Management TC "2.2.3 Human Resource Management" \f C \l "1" 
Armstrong (2003) in handbook of personnel management practice provides a definition of human resource management as a strategic and coherent approach to the management of an organization’s most valued assets. The people working here who individually and collectively contribute to the achievement of its objectives.” HRM strives to achieve the organizational goals through employee performance.

2.3. Theoretical Framework of Succession Planning TC "2.3. Theoretical Framework of Succession Planning" \f C \l "1" 

2.3.1 Systems Theory TC "2.3.1 Systems Theory" \f C \l "1" 

Bertalanffy (1950) is generally regarded as the founder of "systems theory" and the broad sweep of its applications for almost all disciplines, the natural as well as the social sciences. The systems theory has had a significant effect on management science and understanding organizations. A system is a collection of part unified to accomplish an overall goal. If one part of the system is removed, the nature of the system is changed as well. A system can be looked at as having inputs (e.g., resources such as raw materials, money, technologies, and people), processes (e.g., planning, organizing, motivating, and controlling), outputs (products or services) and outcomes (e.g., enhanced quality of life or productivity for customers/clients, productivity). Systems share feedback among each of these four aspects of the system.

2.3.2 Contingency Theory TC "2.3.2 Contingency Theory" \f C \l "1" 
Contingency theory was developed by Fred Fiedler in the late 1960s. He believes the effectiveness of leadership styles vary depending on the situation. Contingency theory asserts that when managers make a decision, they must take into account all aspects of the current situation and act on those aspects that are key to the situation at hand. Basically, it is the approach that “it depends”. For example, if one is leading troops in Iraq, an autocratic style is probably best. If one is leading a hospital or University, a more participative and facilitative leadership style is probably best.
2.3.3 Chaos Theory TC "2.3.3 Chaos Theory" \f C \l "1" 

The Chaos theory is advocated by Tom Peters (1942). As chaotic and random as global events seem today, they are equally chaotic in organizations. Yet for many decades, managers have acted on the basis that organizational events can always be controlled. Thus, a new theory, known as chaos theory, has emerged to recognize that events are rarely controlled. Chaos theorists suggest that systems naturally go to more complexity, and as they do so, they become more volatile and must, therefore, expend more energy to maintain that complexity. As they expend more energy, they seek more structure to maintain stability. This trend continues until the system splits, combines with another complex system or falls apart entirely. It will need an effective manager for the latter worst scenario not to happen.
2.3.4 Team Building Approach or theory TC "2.3.4 Team Building Approach or theory" \f C \l "1" 

This theory emphasizes quality circles, best practices, and continuous improvement. It is a theory that mainly hinges on reliance on teamwork. It also emphasizes flattening of management pyramid, and reducing the levels of hierarchy. Finally, it is all about consensus management that is involving more people at all levels in decision-making.
2.3.5 Resource Based Theory TC "2.3.5 Resource Based Theory" \f C \l "1" 
The resource-based view (RBV) is a business management (​http:​/​​/​en.wikipedia.org​/​wiki​/​Business_management​) tool used to determine the strategic resources available to a company (​http:​/​​/​en.wikipedia.org​/​wiki​/​Company​). The fundamental principle of the RBV is that the basis for a competitive advantage (​http:​/​​/​en.wikipedia.org​/​wiki​/​Competitive_advantage​) of a firm lies primarily in the application of the bundle of valuable resources at the firm's disposal (The resource-based view (RBV) is a business management (​http:​/​​/​en.wikipedia.org​/​wiki​/​Business_management​) tool used to determine the strategic resources available to a company (​http:​/​​/​en.wikipedia.org​/​wiki​/​Company​). The fundamental principle of the RBV is that the basis for a competitive advantage (​http:​/​​/​en.wikipedia.org​/​wiki​/​Competitive_advantage​) of a firm lies primarily in the application of the bundle of valuable resources at the firm's disposal (Wernerfelt, 1984; Rumelt, 1984). To transform a short-run competitive advantage into a sustained competitive advantage requires that these resources are heterogeneous (​http:​/​​/​en.wikipedia.org​/​wiki​/​Heterogeneous​) in nature and not perfectly mobile (Peteraf, 1993). Effectively, this translates into valuable resources that are neither perfectly imitable nor substitutable without great effort (Barney, 1991). If these conditions hold, the firm’s bundle of resources can assist the firm sustaining above average returns (​http:​/​​/​en.wikipedia.org​/​wiki​/​Rate_of_return​). The VRIO (​http:​/​​/​en.wikipedia.org​/​wiki​/​VRIO​) model also constitutes a part of RBV erfelt, 1984; Rumelt, 1984). To transform a short-run competitive advantage into a sustained competitive advantage requires that these resources are heterogeneous (​http:​/​​/​en.wikipedia.org​/​wiki​/​Heterogeneous​) in nature and not perfectly mobile (Peteraf, 1993). Effectively, this translates into valuable resources that are neither perfectly imitable nor substitutable without great effort (Barney, 1991). If these conditions hold, the firm’s bundle of resources can assist the firm sustaining above average returns (​http:​/​​/​en.wikipedia.org​/​wiki​/​Rate_of_return​). The VRIO (​http:​/​​/​en.wikipedia.org​/​wiki​/​VRIO​) model also constitutes a part of RBV.
2.4. Empirical Literature TC "2.4. Empirical Literature" \f C \l "1"  

Zafar et al (2010) analysed e-human resource management practices using a case of state bank of Pakistan. The knowledge-intensifying process of the economy and the correlated rise of organizational networks, with their greater dependency on qualified and committed employees, identify the need for a form of human resource management that meets the demands and needs of the management and the employees. So in IT based today economy the need for e-HRM has become imperative to meet the HR challenges of 21st century. E-human resource management in Pakistan is in its initial stages. There are changes taking place in the IT landscape of Pakistan. There are lots of hurdles that are to be met with. The purpose of their was to know where Pakistan stands in terms of IT adoption especially in the HR field and at what level e-HR is being implemented, at its major institutions like State Bank of Pakistan. The results of this research showed that as the latest advanced technologies offer the potential to streamline many organizational functions, so is case with HR. The State Bank of Pakistan was increasingly utilizing Information Technology (IT) to design and deliver their HR practices. A lot has been done and much more is yet to be achieved in this regards.
Richardson (2006) researched on recruitment strategies by looking at managing/effecting the recruitment process. She argued that recruitment as a human resource management function is one of the activities that impact most critically on the performance of an organisation. While it is understood and accepted that poor recruitment decisions continue to affect organisational performance and limit goal achievement, it is taking a long time for public service agencies in many jurisdictions to identify and implement new, effective hiring strategies. In some areas, existing laws inhibit change; in others, the inhibiting factor is managerial inertia. This work discussed some of the strategies that organisations can and do employ to ensure the existence of the best possible pool of qualified applicants from which they can fill vacancies as and when required. It identified the advantages of each of the strategies, highlighted the drawbacks of its use and offered suggestions for ensuring its utility.
Jackson and Schular (1990) researched on human resource planning. They urged that human resource planning has traditionally been used by organizations to ensure that the right person is in the right job at the right time.  They argued that under past conditions of relative environmental certainty and stability, human resource planning focused on the short term and was dictated largely by line management concerns. Increasing environmental instability, demographic shifts, changes in technology, and heightened international competition are changing the need for and the nature of human resource planning in leading organizations. Planning is increasingly the product of the interaction between line management and planners. In addition, organizations are realizing that in order to adequately address human resource concerns, they must develop long-term as well as short term solutions. As human resource planners involve themselves in more programs to serve the needs of the business, and even influence the direction of the business, they face new and increased responsibilities and challenges.
Kiyonaga (2004) wrote an article on today is the tomorrow you worried about yesterday: meeting the challenges of a changing workforce. He argues that the need for workforce and succession planning is having a significant impact on the human resources management function, especially in the public sector. For those of us in the public sector who for so many years have relied on a standard schedule of exams and eligible lists from which to fill vacancies, the future may be very different. Our organizations and managers will need more from us than the standard approach to recruitment and retention. While the tools may not change, the way we use them will have to. And what will be the role of HR as compared to that of the line manager in the whole workforce and succession planning process? A key question is whether workforce and succession planning is solely an HR job, a manager’s job or one that must be shared between HR and managers. Workforce and succession planning demand a level of strategic planning that is still new to many public sector organizations. This requirement for a strategic approach to the workforce coupled with the need to address global issues affecting workforce supply will require human resources practitioners to act as internal consultants in their agencies. And strategic workforce planning skills and the ability to predict and meet the needs of the agency for a capable and trained workforce will expand the role of HR and its usefulness to line managers.
Narayan (2010) investigated human resource accounting as a new paradigm in the era of globalization. He pointed out that human resource is the most vital part of any organization, as it makes sure there exists a symbiosis between financial and all other physical resources towards the achievement of organizational objectives and goals. Conventionally, financial assets are accounted in the books of accounts as per the general principles of accounting, but do not count the human asset. Although many efforts have been made by many thinkers in this arena, a proper/appropriate and fully validated model of performance based on accounting in the Indian context was not yet available. The past few decades have witnessed a global transition from manufacturing to service based economies. Though, Human Resource Accounting (HRA) was introduced way back in 1980s, it started gaining popularity in India recently. In order to estimate and project the worth of the human capital, it was  necessary that some method of quantifying the worth of the knowledge, motivation, skill, and contribution of the human elements as well as that of organizational processes, like recruitment, selection, training, etc which are used to build and support these human aspects, is properly developed. HRA denotes this process of quantification/ measurement of Human Resources. The physical assets like land, building, plant and machinery are recorded in the books of accounts at their purchase price. Now, depreciation on these assets is considered as the cost for the particular year and debited to profit and loss accounts and the remaining balance is shown in the balance sheet as written down value of the assets. Hence, on similar lines the human resources should also be evaluated, recorded in the books, operated and disclosed in the financial statements. In this paper the author has elaborately discussed about the objectives and process of HRA in the Indian context. 
Porkiani et al (2010) reviewed succession planning in Iranian governmental agencies. They argued that it was becoming increasingly challenging for organizations to obtain qualified and talented staff. Succession planning was often introduced as a way to attract and employ such staff. Succession planning is a process of recruitment and development of employees for vital roles within the organization. Implementation of succession planning was a central to certain organizational requirements. Their research surveyed organizational requirements in Iranian governmental agencies and their relation to the implementation of succession planning. Their study used descriptive methods with correlation. The statistical population consisted of two groups, experts and managers of Iranian governmental agencies, and data was collected using three questionnaires. The findings of this study demonstrated a meaningful relationship between organizational requirements such as managers’ commitment, organizational culture, organizational readiness, and managers’ competencies with the implementation of succession planning. By considering these organizational requirements in their management practices, managers were more likely to be successful in recruiting, evaluating, training and developing talent as dimensions of the implementation of succession planning.
Novak (2007) wrote a paper on competency-based succession planning: a strategic approach to addressing human capital challenges. He argues that for the past three decades, the concept of competency-based management has received ever increasing attention in the business management literature. This attention assumed crucial proportions as the industrial base of many countries is supplanted by the “knowledge economy,” “information age,” or “post-industrial society.” As the knowledge economy grows, intellectual capital becomes the key differentiating factor for organizations. To assure success, organizations must find ways of identifying, quantifying, measuring, assessing, and enhancing their intellectual capital assets. One way of accomplishing this oftentimes difficult task was through competency-based management.
Kreitzer and others (2008) argued that workforce planning was a broad strategy that influenced departments divisions, or agency’s entire workforce. Defined by the International Public Management Association for Human Resources, workforce planning is “the strategic alignment of an organization’s human capital with its business direction.” It is a process of analysing the current workforce, determining future workforce needs, calculating the gaps that will exist due to surpluses or deficits in employee skills now and in the future, and creating and implementing a plan to close those gaps. Succession planning is one small piece of the entire workforce planning strategy. Likewise, succession planning often works hand in hand with knowledge transfer concepts, since developing new leaders means that the knowledge of current leaders will be shared before retirement, promotion, or other attrition with those who will follow in their footsteps. As managers and supervisors develop and implement their workforce plans, it is helpful to see how different components all work together. As a piece of the workforce plan, succession planning has many benefits for both the current leadership and for the employees in the agency. Building a leadership bench becomes a top priority and employees feel valued when they know that the agency cares about their futures. In addition, it helps ensure that departing employees feel that they are leaving the organization in good hands that they have successfully passed the torch.
Clieaf (1995) wrote on executive resource and the changing role of the board in leadership assessment, executive talent succession planning: reengineered for the twenty-first century. As a result of the “activist” institutional investor, succession and executive development are now in the top five priorities for many chief executive officers. Just what is driving this change, and why do we need to reengineer our replacement planning, strategic staffing, talent development and performance management processes into one integrated process? Shares resulted from over five years of research and application regarding succession planning, strategic staffing, and competencies including a benchmarking with many of North America’s "better practice” companies. The work discussed the changing role of the board in leadership assessment and chief executive officer selection; why the business context is the starting point for effective talent pool management and considers options for executive resourcing process design and discussed why most of the current approaches to competencies and 360o assessment fail to recognize how leadership and effective leader behaviours change by work level. Also discussed why we need to clarify for line managers the confusion over assessing the talent pool for performance versus potential.
Daryani et al (2010) researched on family factors and the creation of family businesses in developing countries: A case study of Iran's oil and textile industries. The goal of this study was to examine the effect that family factors (family relationships, family goals, family resources, family vision, family size and family tensions) have on the creation of family businesses. Data were collected from mangers/owners of 160 industrial businesses (family and nonfamily businesses) in oil and textile sectors of Iran based on structured questionnaires. Collected data were analysed through Z-Test and Mann-Whitney test (U-Test). The results show that family relationships, family goals, family resources and family vision are affective factors, but some factors such as family size and family disagreements are not affective to creation of family businesses. On the other hand, all these factors are not affective to creation of non-family businesses.

Williams (2008) conducted research aimed to review the executive management positions within the six institutional health boards along with the Newfoundland and Labrador Health Boards Association (NLHBA), in order to outline the potential departures of executive managers due to normal retirement as well as early retirement. In completing this study all forty-one executive managers received a survey requesting particular information with respect to years of service in the health sector and the length of time in the incumbents current position. Pension records for all but one of the executive managers were reviewed in aggregate, unidentifiable format.
The findings indicated that fifty-four point five (54.5) per cent of respondents have been in their current position for greater than five years while one hundred per cent of respondents had greater than five years of experience in the health system. In reviewing the normal retirement age of each of the executive managers (this is defined as normal age of retirement which the incumbent will not have any reduction in his/her pension), approximately twenty-two per cent of executive managers will retire within the next ten years. In considering those who have the option to retire early with a reduced pension, this number increases to fifty-four (54) per cent of managers who will be eligible to retire within the next ten years of which twenty-eight per cent can retire within the coming three years. Key factors were identified for consideration when developing succession plans such as the difficulty in recruiting executive managers to the health sector given compensation issues.
Secondly, there were a limited supply of middle managers within the health system who are willing to pursue advancement to the executive manager rank within the health system given limited additional compensation and increased accountability. Factors specifically impacting on the difficulty in filling chief executive officer (CEO) positions were reviewed, such as the role the health institution plays within a community by perhaps being one of the largest employers. Secondly, the political influences which impact on the CEO as well as reduced compensation were considered.
In reviewing succession planning activity in health associations across the country there are a limited number of health employers who have engaged in succession planning. By way of response to a survey questionnaire those employers who had identified that they were engaged in succession planning may have been engaged in succession planning on a lower level. The succession plans, attached to the report as provided by those health organizations, do not include all required elements of a succession plan. The final section of the paper outlines several recommendations such as the NLHBA assuming a role of encouraging health boards to engage to commence developing succession plans. Part of this function should include collaborating with the Treasury Board Secretariat to ensure there is a shared understanding in the need for succession planning within the health system. The paper recommends that the institutional boards and NLHBA complete further reviews with an aim to developing a provincial succession plan.
Kumar and Garg (2010) wrote a review article on the impact of online recruitment on recruitment performance. They noted that competitive organizations of the future have to attract and retain the best and outstanding employees to remain competitive in the market. The internet allows organizations to reach a large number of candidates easily and efficiently. Although the World Wide Web was becoming the hot new recruiting tool, traditional methods, such as newspaper advertising, were not yet obsolete. Local newspapers were the preferred advertising medium for non-management positions and national newspapers were widely used to recruit managerial/professional candidates. Their work identified Internet recruitment methods from relevant literature, and described how their benefits could influence the recruitment performance.
Wennberg and his colleagues (2010) wrote on succession in private firms as an entrepreneurial process. They argue that succession in private firms is an entrepreneurial process. In considering firm succession as the acts of entrepreneurial exit and entry, their work adds to work that sought to integrate entrepreneurship and family business research. They provided a comprehensive literature review of succession research over the past 35 years and identified seven thematically clusters within which succession can be understood as a distinct part of the entrepreneurial process, and three areas of particular interest for future research seeking to advance the literatures on entrepreneurship, family firms, and governance in private firms. The paper explores theoretical, conceptual, and methodological ways of integrating these findings into the research on entrepreneurship and family business.
Farashah et al (2011) researched on succession planning and its effects on employee career attitudes using a case of Iranian governmental organizations.  Their work evaluated effects of succession planning as an organizational level intervening program on career attitudes as individual level variables. Best practices of succession planning were selected from literature and compliance of succession planning system of organization to these practices was defined as extensiveness of succession planning. A 22-item questionnaire was developed to measure the extensiveness of succession planning. Validity and reliability of questionnaire were confirmed by appropriate tests. For career attitudes, 3 variables of promotion satisfaction, perception of career success, and perception of job platitude selected. Then the correlation of the succession planning extensiveness and three career attitudes were examined by empirical data gathered from 152 managers and key personnel in 23 large Iranian governmental organizations. Significant correlation existed between succession planning extensiveness and career success and satisfaction of promotion process. Perception of job plateau did not show correlation with succession planning extensiveness. This study recognized best practices that should be considered for design of succession planning. Also the scale for measuring succession planning extensiveness developed. It can be used to gain a better understanding of status quo of succession planning in organizations and gap analysis which is generally one of the early stages of every organizational development project. 
Vikström and Westerberg (2008) did a study on succession in small family firms as may be a key to sustainability for the individual firm but also to regional growth. Their study examined how leadership succession factors associated to attitudes, norms and perceived behavioural control of leading actors in a small family firm can be related to how well the succession process works and to the firm’s post-transition performance. We structure factors pointed out in earlier studies according to Ajzen’s theory of planned behaviour (TpB) where we put forward hypotheses for the three areas. The results based on a survey of 55 small family firms that have experienced a leadership succession showed that TpB works well for understanding a successful succession process, but are dismal for understanding post-transition performance. The strongest results were found for aspects linked to perceived behavioural control and attitudes.
Erasmus (2009) researched on the effectiveness of succession planning in SARS enforcement Port Elizabeth. Her research study addressed the importance of succession planning for the organisations’ survival, which depends on the continuous supply of competent, experienced and well trained managers. It addresses the problem of determining the strategies that can be used by SARS Enforcement Port Elizabeth to manage succession planning effectively. To achieve this objective a comprehensive literature study was performed to determine the views on various succession planning models. The literature review served as a model in the development of a guideline for SARS Enforcement Port Elizabeth management to manage succession planning. An interview was conducted with the human resource manager and middle management from the various departments who were requested to complete a questionnaire in order to determine the current practices of succession planning. The questionnaire was developed in accordance with the findings from the research. A pilot study was conducted to evaluate the relevance of the study to the problem questions and to evaluate whether the questionnaire will be easily understood. The answers of the respondents were analysed and compared to the findings of the literature study. The information obtained from the literature study and from the respondents resulted in various recommendations and conclusions.
Weekley (2005) in his study “succession planning: issues and answers”, states that the HR professionals develop the succession planning with a mandate received from the CEO. However, the application of the process was not sure. To put the plan in the process, the organizations should follow a few techniques. That is the CEO must be an avid supporter and an active participant, the line management must own the process with HR playing a supportive role, gaps between the current and future skill requirements are to be identified, succession planning must be consistent with other programs, employees are to be held accountable for their own planning and should focus on the selection process, the planning process has to be reviewed quite often.
Hills (2009) wrote paper asking the question whether was succession planning or smart talent management. The purpose of paper was to identify what succession planning actually is, and the pro’s and con’s of buying-in or building talent in the organization. Their study informed by Blessing White’s 2008 global survey into employee engagement. The study examined the advantages and disadvantages of buying-in and building talent to ensure the right people are in the right places at the right time within an organization. It describes five strategies for ensuring succession planning works. Research findings revealed that the five key strategies were: aligning succession planning with business strategy; assessing leadership potential using the 3Cs; involving the talent in the planning; mixing development: experience/coaching/training; and casting a wider net for succession. Her work provided a new research data and an approach to succession planning and added value to senior HR professionals and executive teams in companies concerned about effective succession planning and talent management.
Issa (2007) explored the human resource development function under the Public Sector Reform Program in Tanzania. He observed that the human resource development function was one of the important subjects of attention in the Public Sector Reform Program and this encompasses the development of the capacity to accept, adopt and implement specific elements of the program. His work also involved efforts to enhance and develop requisite abilities and aptitudes in terms of skills, knowledge, attitudes, and behaviours. In addition, it entailed the enhancement of individual abilities of staff as well as introduction and improvement of systems and process. It demonstrated the synergy between the different human resource tools as tools and processes. It also shows how Competency Frameworks as practical tools to guide HR development had been given a pivotal position in order to provide a mechanism through which other HR development processes can be appropriately implemented. Furthermore, it is argued that the best way to develop staff in the Public Service is to adopt career sensitive system for HR development supported by a merit based recruitment and supporting planning for succession. Nonetheless, the importance of on-job training is underscored and attention is drawn to the need to give it the recognition it rightly deserves.
2.5. Study Gaps TC "2.5. Study Gaps" \f C \l "1" 

Despite the fact that extensive research has been done in the area related to human resources succession plan, there are some gaps left which need further study. Erasmus (2009) researched on the effectiveness of succession planning in SARS enforcement Port Elizabeth. Her research study addressed the importance of succession planning for the organisations’ survival, which depends on the continuous supply of competent, experienced and well trained managers. Port Elizabeth working environment is different from Tanzania. Also it did not cover the transportation industry like and other related areas and was conducted in South Africa and not in Tanzania and therefore similar study is required in Tanzania. Vikström and Westerberg (2008) did a study on succession in small family firms as may be a key to sustainability for the individual firm but also to regional growth. The organizations under consideration are big private and public company which differs from what the above two authors researched on. Farashah et al (2011) researched on succession planning and its effects on employee career attitudes in the Iranian governmental organizations. Daryani et al (2010) researched on family factors and the creation of family businesses in developing countries: A case study of Iran's oil and textile industries. Williams (2008) conducted research aimed to review the executive management positions within the six institutional health boards along with the Newfoundland and Labrador Health Boards Association (NLHBA), in order to outline the potential departures of executive managers due to normal retirement as well as early retirement. Zafar et al (2010) Analysed E-Human Resource Management Practices: A Case Study of State Bank of Pakistan. Therefore, despite of the different researches were done to cover succession planning in organizations, little are known on the succession planning in Tanzania work organizations. Therefore, this study intends to fill the gaps left by the previous researchers as reviewed in different literature on the challenges facing human resource human resource planning in Tanzania work organizations using the selected 35 companies. 
2.6 Research Model TC "2.6 Research Model" \f C \l "1" 





















Source: Developed by the Researcher, 2011


CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH DESIGN AND METHODOLODY TC "RESEARCH DESIGN AND METHODOLODY" \f C \l "1" 
3.1. Introduction TC "3.1. Introduction" \f C \l "1"  
This section covers details in sample and data, data collection instruments and data analysis methods as well as unit of analysis.
3.2. Sample and Data TC "3.2. Sample and Data" \f C \l "1" 

The central point of this step are to determine the specific population that will be surveyed, to decide on an appropriate sample, and to determine the criteria that will be used to select the sample (Marczyk, et al., 2005). The research was undertaken within two main groups of people in the selected organizations. First group comprised the selected organizations management teams and the second group comprised the remaining employees who were neither in a senior nor junior management positions.  
The research collected data from sixty (60) people from selected organizations management teams and employees who were not in any management cadres. Three sampling techniques were employed in this study. These were random, cluster and stratified sampling techniques. The selected target population were stratified basing on age, sex, education level, working experience as well as their marital status. They were randomly selected and clustered according their status. The sample elements selected were based on the representation of population of the interest group. Both primary and secondary data were collected. 
3.2.1. Primary Data TC "3.2.1. Primary Data" \f C \l "1" 
This data were directly collected from the field. Data was collected from the sample population through survey; employing questionnaires, FGDs as well as interviews of the key informants. Data was expected from the main groups as mentioned before i.e. selected organizations management teams and employees who were not holding any managerial posts.
3.2.2. Secondary Data TC "3.2.2. Secondary Data" \f C \l "1" 

Secondary data for this study were collected from books, journals, reports and newspapers, both published and unpublished, as well as from online sources. 
3.3. Data Collection Instruments TC "3.3. Data Collection Instruments" \f C \l "1" 

During this study, structured and unstructured questionnaires were used in data collection. Keya, et al (1989) defines questionnaire as a set of questions that are drown up to meet the objectives of the survey. Most of the questionnaires were carefully designed to avoid responses that might be biased in favour of the study objectives. They were also prepared according to the status of the target group. Questionnaire were chosen by the researcher because it encouraged great honest, possibilities of enquiring absent attitude and opinions, they could be written for specific purpose, within a short time, one could collect a lot of information as well as its possibilities of mailing them made them economic in term of costs.

3.4. Data Analysis Methods TC "3.4. Data Analysis Methods" \f C \l "1" 
Both qualitative and quantitative approaches were used during data analysis. Statistical Package for Social Sciences (SPSS) was used in data analysis.  The researcher interpreted the data in accordance to the quality of arguments made rather than quantity of the respondents with the same opinions. The questionnaires were classified in terms of the answers that were similar so as to reduce the work of analysing each questionnaire. The aim of interviewing was to allow the researcher to inter into person’s perspectives. The assumption is that the person’s perspective was meaningful, knowable and able to be made explicitly.
3.5 Unit of Analysis TC "3.5 Unit of Analysis" \f C \l "1" 









CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
STUDY FINDINGS, ANALYSIS AND DISCUSSIONS TC "STUDY FINDINGS, ANALYSIS AND DISCUSSIONS" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 

This chapter presents the findings of the study, analysis of the findings and discussion as per the objective of the study as explained in chapter one. The information presented in this chapter relied heavily on questionnaire, key informant interviews and various documents on what has been done to curb the situation as well as field data from the selected public and private work organizations in Tanzania. 
4.2 Data Presentation TC "4.2 Data Presentation" \f C \l "1" 
 
This section aims at discussing the respondents’ profile to enable the study establish the extent of judgement one might have in the area of the study. Among the researched respondents’ characteristic include sex, age, marital status, and the education level and working experience of each respondents in their respective organizations.
4.2.1 Statistical Description of the Respondents TC "4.2.1 Statistical Description of the Respondents" \f C \l "1" 
4.2.1.1 Organization of the respondents TC "4.2.1.1 Organization of the respondents" \f C \l "1" 

The study was aimed to investigate whether different organizations do conducted human resource succession planning in their daily operations. To achieve this, a number of organizations were picked for the study. Study findings indicate that the following organizations including public and private were surveyed during this study as indicated by the table 4.1 below. 9 (15%) of the respondents were from TAZARA. 5 (8.3%) of the respondents were from TANESCO, ILO, TPA, SUA, MUHAS and NSSF respectively as indicated in the table below.  3 (5%) were from immigration department. 7 (11.7%) of the respondents were from the Open University of Tanzania. 4 (6.7%) of the respondents were from Total Tanzania Limited and SONGAS. 2 (3.3%) of the respondents were from University Computing Centre Limited. Only 1 (1.7) of the respondent was from the Tanzania Cotton Board. The statistics above shows that despite the difficulties in accessing information required from a number of selected organizations for the study, a representative sample were obtained. Majority of the respondents were from TAZARA and the Open University of Tanzania. The rationale behind this was thought to be associated with the intimacy relationships between the researcher and respondents. This simplified the exercise of questionnaires distributions and collection. However, other organizations did not accept to feel questionnaires while other respondents did not return the filled questionnaires on time. 
  Table 4.1: Organizations of the Respondents TC "Table 4.1: Organizations of the Respondents" \f T \l "1"  












TOTAL TANZANIA  LIMITED	4	6.7	6.7	91.7
NSSF	5	8.3	8.3	100.0
Total	60	100.0	100.0	
  Source: Field data (2011)

4.2.1.1 Respondents by age TC "4.2.1.1 Respondents by age" \f C \l "1"  
Age of the respondents was considered to be important in assessing challenges facing human resource succession planning in Tanzania work organizations using a case study of 35 selected public and private organizations.  The study revealed that the age distribution of the respondents favoured the group between 41-50 years which comprised 29 (48.3%) of the total respondents. The study findings statistics implies that the selected institutions preferred the age group between 41 to 50 years. The assumption behind their preference was that they most of them were public owned which employed their man power under the contract of permanent and pensionable. Permanent and pensionable allows employees to feel their employments are secured. Also, others worked with the private organizations which have better remunerations to the employees. Therefore, employees did not see any needs of quitting from their jobs. Table 4.2 illustrates. 
Table 4.2: Respondents by age TC "Table 4.2: Respondents by age" \f T \l "1" 
Age of respondents	Frequency	Percent	Valid percent	Cumulative percent





Source: Field data (2011)
4.2.1.2 Respondents by sex TC "4.2.1.2 Respondents by sex" \f C \l "1"  
The research wanted to know sex distribution of respondents in order to ascertain their non-business of the sample.  Table 4.2 presents sex distribution of the sample for this research.  Over two thirds comprising 76.7% of respondents were males.  This was the results of given socio - cultural issues in Tanzanian where males are favoured in employment. Nature of the study also was expected to provide more rooms for males in the sample.
Table 4.3: Respondents by sex TC "Table 4.3: Respondents by sex" \f T \l "1" 





Source: Field data (2011)
4.2.1.3 Respondents by Marital Status TC "4.2.1.3 Respondents by Marital Status" \f C \l "1"  
Marital status was considered as an important element during this study. The findings revealed the following: - 11 (18.3%) of total respondents were single. 44 (73.3%) were married respondents. Only 2 (3.3%) were divorced respondents. 3(5%) of the respondents were widows/widowers. These figures reveal that there was a massive difference of marital status of different respondents during this study.  Therefore, married employees were found to be the most preferable by different organizations surveyed (Table 4.4). 
Table 4.4: Marital Status TC "Table 4.4: Marital Status" \f T \l "1" 






Source: Field data (2011)

4.2.1.4 Respondents by Education Level TC "4.2.1.4 Respondents by Education Level" \f C \l "1"  
Again education level was considered as an important attribute when assessing challenges facing human resource succession planning in Tanzania work organizations. This was because, education was assumed to have a crucial role in enabling respondents to understand different questions on the challenges facing human resource succession planning in Tanzania work organizations. The study found that 5 (8.3%) of the respondents had qualifications of diploma. 40 (66.7%) of respondents were degree holders. 14 (23.3%) of respondents had a master degree. Only 1(1.7%) of the remaining respondent had other qualifications which were PhD qualification.  Therefore, the statistics indicate that all categories of education were considered by the surveyed organizations during recruitment. However, two third of the respondents had a bachelor degrees. Therefore, this statistics implies that most of the organizations preferred graduates employees. Table 4.5 illustrates the above findings. 
Table 4.5: Education Level TC "Table 4.5: Education Level" \f T \l "1" 







Source: Field data (2011)
4.2.1.5 Respondents by Work Experience TC "4.2.1.5 Respondents by Work Experience" \f C \l "1"  

Respondents were asked to state their work experience with respective organizations. The study statistics indicate that 17 (28.3%) worked with their respective organizations for the period of less than four years. 22 (36.7%) worked between five and ten years with the respective organizations. 3(5%) of the respondents worked with the respective organizations for the period between 11 and 14 years. 18 (30%) of the remaining respondents worked for their organizations for the period over 14 years. The statistics shows that there was a good combination of experienced and less experienced in the selected organizations. However, the big number of the respondents was from the mid experienced employees which comprised more than one third of total respondents. Interestingly, respondents with massive experience were the second and this implies that the organizations selected had some form of succession planning which encouraged employees to stay. Table 4.6 illustrates the above statistical findings. 
Table 4.6: Working experience of the respondents TC "Table 4.6: Working experience of the respondents" \f T \l "1" 

Work experience	Frequency	Percent	Valid percent	Cumulative percent





Source: Field data (2011)

4.2.1.6 Respondents by department TC "4.2.1.6 Respondents by department" \f C \l "1" 
Department of the respondents in the selected organizations were also important in understanding challenges facing them in conducting human resources succession plans. The aim of considering departments was due to the fact that different employees had a different understanding on different matters related to their organizations. Since succession planning is a human resource technical jargon, other departments were consulted to solicit information on the matter. The study revealed that 16 (26.7%) of the respondents were from the departments of human resource management of the selected organizations. 15 (25%) of the respondents were from the finance departments. 4 (6.7%) of the respondents were from the procurement and supplies units. 14 (23.3%) of the respondents were from operations departments which included teachings in the higher learning institutions. 6 (10%) of the respondents were from marketing departments. 5 (8.3%) of the remaining respondents were from the internal audit departments of the selected organizations.  Therefore, the statistics above indicates that to solicit the required information on challenges facing human resources succession planning, all major departments were consulted. However, the large number of the respondents was picked from human resources, finance as well as operations departments. The assumption behind this statistics is that the departments which had a higher number of respondents had knowledge of human resource succession planning attained from the learning institutions. Table 4.7 illustrates the above statistical findings.









Source: Field data (2011)
4.2.2 Analysis and discussion of the findings TC "4.2.2 Analysis and discussion of the findings" \f C \l "1" 

The extent of human resources succession plans activities in Tanzania work organizations; challenges facing human resources succession planning in the Tanzania work organizations; the positive factors influencing human resources succession planning in Tanzania work organizations as well as strategies for enhancing the application of human resource succession planning has been analysed and discussed under this part. 

4.2.2.1 Findings on the extent of human resources succession planning activities in Tanzania work organizations TC "4.2.2.1 Findings on the extent of human resources succession planning activities in Tanzania work organizations" \f C \l "1" 
Awareness of succession planning, organization practises of SP, degree level of succession planning for each organization, frequency of succession planning in each organization as well as the importance of succession planning in each organization are presented under this part. 
4.2.2.1.1 Awareness of Succession Planning TC "4.2.2.1.1 Awareness of Succession Planning" \f C \l "1" 
The study was interested in understanding awareness of the respondents on the concept of human resource succession planning and how was working. The study findings show that 13 (21.7%) of total respondents from the selected organizations were aware on the human resource succession planning and how was working. 44 (73.3%) of the respondents had no knowledge on succession planning as being used in the organizations. Only 3 (5%) of the respondents did not understand what the question sought from them. The statistical findings signify that three quarters of the respondents had no knowledge on the concept of succession planning at least for different levels. See table 4.8 below as illustrates the above study findings.
Table 4.8: Awareness of succession planning TC "Table 4.8: Awareness of succession planning" \f T \l "1" 





 Source: Field data (2011)
 4.2.2.1.2 Organization practises of SP TC "4.2.2.1.2 Organization practises of SP" \f C \l "1" 
The researcher was interested in understanding if the organization surveyed practiced human resource succession planning. The study findings indicate that 20 (33.3%) of the respondents showed that their respective organizations practised human resource succession planning. 31 (51.7%) of the respondents shows that the organizations did no conduct succession planning. 9 (15%) of the respondents did not know the question. From the statistics above, the study findings implies that most of the organizations did not human resource succession planning. Only few organizations conducted succession planning. However, the question remains to what levels of succession planning, how effective and regularly done in the organizations. Table 4.9 illustrates the above statistical findings.
 Table 4.9: Practices of Succession planning TC "Table 4.9: Practices of Succession planning" \f T \l "1"  





 Source: Field data (2011)
4.2.2.1.3 Degree level of succession planning for each organization TC "4.2.2.1.3 Degree level of succession planning for each organization" \f C \l "1" 
The respondents were asked to choose from the statements which sought to explore information on the degree level of succession planning in their respective organizations. The study findings indicate that only 5 (8.4%) of the respondents agreed that human resource succession planning their organizations were strongly well done and satisfactory. 18 (30%) of the respondents indicated that human resource succession planning in their organizations were well done and satisfactory. 20 (33.3%) of the respondents indicated that human resource succession planning were fairly done and not satisfactory to the stakeholders. While the remaining 17(28.3%) respondents showed that their organizations did not have human resource succession planning in place. The statistics implies that one third of the respondents were not satisfied with their organizations human resource succession planning. Therefore, the statistics signify that many respondents were not satisfied with practice of human resource succession planning in their respective organizations. 
  Table 4.10: Degree level of succession planning TC "Table 4.10: Degree level of succession planning" \f T \l "1" 
Degree level of SP	Frequency	Percent	Valid Percent	Cumulative Percent
Strongly well done and satisfactory	5	8.4	8.8	6.8
Well done and satisfactory	18	30.0	30.5	37.3
Fairly done but not satisfactory	20	33.3	33.9	71.2
Not done at all by the company	17	28.3	28.8	100.0
Total	60	100.0	100.0	
   Source: Field data (2011)
   4.2.2.1.4 Frequency of Succession planning in each organization TC "4.2.2.1.4 Frequency of Succession planning in each organization" \f C \l "1" 
The study aimed to exploit information on the frequency the organizations conducted succession planning. The study findings indicate that only 1 (1.7%) of the respondent indicated that succession planning in the respective organization was conducted on daily basis. 5 (8.3%) of the respondents indicated that heir organizations conducted succession planning at least once a week, once a month, once after six months respectively as indicated in the table below. 3 (5%) of the respondents showed that their organizations conducted succession planning on quarterly basis. 20 (33.3%) of the respondents indicated that their organizations conducted human succession planning at least once a year. 21 (35%) of the respondents indicated that their organizations did not have succession planning. Therefore, one third of the total respondents did not show if their organization practicing human resource succession planning. The statistics implies that many organizations did not practice human resource succession planning. They did not have strategic plans of succeeding their potential employees who were nearly exit door of their organizations. 

 Table 4.11: Frequency of Succession planning TC "Table 4.11: Frequency of Succession planning" \f T \l "1" 

Frequency of Succession planning	Frequency	Percent	Valid Percent	Cumulative Percent
Every day	1	1.7	1.7	1.7
At least once a week	5	8.3	8.3	10.0
At least once a month	5	8.3	8.3	18.3
Quarterly	3	5.0	5.0	23.3
After 6 months	5	8.3	8.3	31.7
At least once a year	20	33.3	33.3	65.0
Never done in the organization	21	35.0	35.0	100.0
Total	60	100.0	100.0	
 Source: Field data (2011)
4.2.2.1.5 Importance of succession planning in each organization TC "4.2.2.1.5 Importance of succession planning in each organization" \f C \l "1" 
The study aimed to explore the importance of succession planning in each organization surveyed .respondents were asked to rank if they thought succession planning to be very important, important or not important at all. The study findings revealed that 42 (70%) of the respondents agreed that succession planning. 15 (25%) of the respondents showed that succession planning was important for the organization development. Only 3 (5%) of the respondents did not see any importance of succession planning. Therefore, the study finding implies that human resource succession planning played important role for the organization development. Hence, all organizations should understand the paramount role played by human resource succession planning for their survival. Table 4.12 illustrates the above findings.
Table 4:12: Importance of succession planning TC "Table 4:12: Importance of succession planning" \f T \l "1" 
Importance of succession planning	Frequency	Percent	Valid Percent	Cumulative Percent
Very important	42	70.0	70.0	70.0
Important	15	25.0	25.0	95.0
Not important at all	3	5.0	5.0	100.0
Total	60	100.0	100.0	
Source: Field data (2011)

During the FGDs which comprised 8 members, 6 (75%) out of 8 pointed out that succession planning help the organization to make the paths for advancement visible to employees. They further pointed out that SP can motivate employees to perform with advancement in mind. They can also more readily see where their work or role “fits” in the larger context of the organization. They further contented that workforce and succession planning provided the means for achieving overarching program goals of the surveyed organizations. They pointed out that program goals would not be achieved without the right number of people with the right skills in the right place at the right time in their organizations. 
Likewise, the key informants from surveyed organizations who were seniors and human resource professionals provided information on the importance of SP. They argued that a succession plan creates pathways to appropriate promotion and candidate selection by matching organizational needs with qualified talent, both internal and external. It is also a means to monitor and reward performance and professional development. They further argued that succession planning can result in improved placement in hiring processes, and improved leadership through development and skilled recruitment. 
The study findings are supported by the study of Crumpacker and Crumpacker (2007) who contended that succession management has become an important talent management initiative at companies around the world. They argued that for some companies, succession management was a strategic process that minimized leadership gaps for critical positions and provided opportunities for top talent to develop the skills necessary for future roles. With other companies, succession management was a constant struggle, viewed as an administrative exercise rather than as a competitive advantage. 
Furthermore, the study findings replicate what was revealed by Erasmus (2009) when researched on the effectiveness of succession planning in SARS enforcement Port Elizabeth. The study addressed the importance of succession planning for the organizations’ survival, which depends on the continuous supply of competent, experienced and well trained managers. In addition to that Kreitzer et al (2008) argued that workforce planning was a broad strategy that influenced departments divisions, or agency’s entire workforce. They added that succession planning often works hand in hand with knowledge transfer concepts, since developing new leaders means that the knowledge of current leaders will be shared before retirement, promotion, or other attrition with those who will follow in their footsteps.
The study findings is supported by the study findings of Jackson and Schular (1990) which revealed that planning for HR needs help to ensure employees to have the skills and competencies business needs to succeed. An HR plan works hand in hand with business plan to determine the resources you needed to achieve the business’s goals. Jackson and Schular (1990) researched on human resource planning. They urged that human resource planning has traditionally been used by organizations to ensure that the right person is in the right job at the right time.  They argued that under past conditions of relative environmental certainty and stability, human resource planning focused on the short term and was dictated largely by line management concerns.
4.2.2.2 Findings on the challenges facing human resources succession planning in the Tanzania work organizations TC "4.2.2.2 Findings on the challenges facing human resources succession planning in the Tanzania work organizations" \f C \l "1" 
Awareness of SP challenges available in each organization, ineffective business practices, lack of effective company vision, inactive periodical succession plan are discussed under this part to be among of the challenges facing human resources succession planning in the Tanzania work organizations. 
4.2.2.2.1 Awareness of SP challenges available in each organization TC "4.2.2.2.1 Awareness of SP challenges available in each organization" \f C \l "1" 
The study investigated knowledge of the respondents on different challenges which were facing human resource succession planning in each organization surveyed. The study findings show that 33 (55%) of the respondents were aware on the number of challenges which were facing human resource succession planning in the surveyed organizations.  3 (5%) did not agree whether human resource succession planning in the selected organizations faced any challenge. 24 (40%) of the respondents did not know anything about the question asked. The study findings signify that half of the respondents were knowledgeable on different challenges faced succession planning in their organizations. Also, the concept of human resource succession planning was new to a large number of the respondents as illustrated in the table 4.13. Therefore, the study findings confirm that awareness on the concept itself was a problem to the employees. Hence implementing succession planning in the selected organizations remains a myth.

Table 4.13: Challenges of SP TC "Table 4.13: Challenges of SP" \f T \l "1" 






Source: Field data (2011)
4.2.2.2.2 Ineffective business practices and lack of effective company vision TC "4.2.2.2.2 Ineffective business practices and lack of effective company vision" \f C \l "1"  
Furthermore, ineffective business practices and lack of effective company business vision among the surveyed organizations was thought to be among the challenges. The respondents were asked to rank how the above two concepts affected human resource succession planning in their respective organizations. The study findings shows that  41(68.3%) of the respondents showed that ineffective business practices among of the surveyed organizations affected succession planning of human resources. 16 (26.7%) showed that  ineffective business practices affected little the organizations effort of carrying out succession planning. Only 3 (5%) of the respondents showed that ineffective business practices had no effect to the organization succession planning among the surveyed organizations.  Therefore, the study findings confirm that effective business practices of the organizations had a positive influence on the succession planning. On other hand, ineffective business practices of the organizations affects them negatively in carrying out succession plan of human resources. 
Likewise, effective company vision was thought to among the challenges of succession planning in the surveyed organizations. The study findings shows that 24 (40%) indicated that lack of effective company vision strongly affected human resource succession planning in the surveyed organizations. 28 (46.7%) of the respondents showed that lack of effective company vision little affected human resource succession planning. 8(13.3%) of the respondents argued that SP was not affected by the lack of effective vision among the surveyed organizations. The large number of respondents indicated that on one way or another, lack of company vision among the surveyed organizations affected their efforts in conducting human resource succession planning. Table 4.14 illustrates the study findings above. 
Table 4.14: Ineffective business practices and lack of effective company vision TC "Table 4.14: Ineffective business practices and lack of effective company vision" \f T \l "1" 

Ineffective business practices	Frequency	Percent	Valid Percent	Cumulative Percent
Strongly affect	41	68.3	26.7	95.0
Little affect	16	26.7	26.7	26.7
Not affected at all	3	5.0	5.0	100.0
Total	60	100.0	100.0	
Lack of effective company vision
Strongly affect	24	40.0	40.0	40.0
Little affect on SP	28	46.7	46.7	86.7
Not affected SP at all	8	13.3	13.3	100.0
Total 	60	100.0	100.0	
Source: Field data (2011)
Despite the numerous benefits of a formalized succession planning process, companies have failed to make it a top priority. In order to achieve results, companies needed to start with the basics, create a strong process and then invest in the tools and technology to inspire a talent development mindset in their organization. During this study, the following were raised to be among the challenges which were facing human resources succession planning in the Tanzania work organizations

During the FGDs held in some of the selected organizations, group members when asked what they thought to be challenges human resource succession planning were facing in their organizations revealed the following. They pointed out that increasing tight labour markets were among the challenges they were facing. They showed that increasing tight labour markets forced their organizations to institute succession planning particularly, in their top positions. 

FGDs also pointed out that securing the required employees who were talented and skilled for the organizations were another challenge which they faced. Findings from this study replicate study findings done by Porkiani et al (2010) after reviewing succession planning in Iranian governmental agencies. They argued that it was becoming increasingly challenging for organizations to obtain qualified and talented staff. Succession planning was often introduced as a way to attract and employ such staff. The findings of this study demonstrated a meaningful relationship between organizational requirements such as managers’ commitment, organizational culture, organizational readiness, and managers’ competencies with the implementation of succession planning.

Furthermore, the study findings indicated that lack of commitment among the senior officials of the selected organizations was a serious challenge faced human resource succession planning. Most of the respondents showed highest degree of dissatisfaction on the managerial practices towards succession planning. They hinted that some senior managers were affraiding from losing their positions once they have mentored their employees for the senior managerial positions. Along the similar lines, Weekley (2005) in his study succession planning: issues and answers states that the HR professionals develop the succession planning with a mandate received from the CEO. That is the CEO must be an avid supporter and an active participant, the line management must own the process with HR playing a supportive role, gaps between the current and future skill requirements are to be identified, succession planning must be consistent with other programs, employees are to be held accountable for their own planning and should focus on the selection process, the planning process has to be reviewed quite often.
Key informants from the departments and directorates of human resource management and administration of the surveyed organizations revealed that succession planning of the human resource was a new to many of them. Therefore, conducting effective human resource succession planning was difficult to them. They were still learning what the concept comprised. The study findings from the key informants are supported by the study findings of Kiyonaga (2004) which pointed out that the need for workforce and succession planning was having a significant impact on the human resources management function particularly in the public sector. Workforce and succession planning demand a level of strategic planning that was still new to many public sector organizations. This requirement for a strategic approach to the workforce coupled with the need to address global issues affecting workforce supply will require human resources practitioners to act as internal consultants in their agencies. And strategic workforce planning skills and the ability to predict and meet the needs of the agency for a capable and trained workforce expanded the role of HR and its usefulness to line managers in the organizations.

4.2.2.3 Findings on the positive factors influencing human resources succession planning in Tanzania work organizations TC "4.2.2.3 Findings on the positive factors influencing human resources succession planning in Tanzania work organizations" \f C \l "1" 

Sufficient talent pipeline in the selected organizations, effective business practices in the organizations, availability of effective company vision and addressing future needs of the organizations as well as active periodical succession plan in the selected organizations are discussed under this section. 
4.2.2.3.1 Sufficient talent pipeline in organization TC "4.2.2.3.1 Sufficient talent pipeline in organization" \f C \l "1" 
Talent of the employees was also considered in assessing factors influencing human resources succession planning in Tanzania work organizations.  The respondents were asked to show their responses on the influence of sufficient talent pipeline in the surveyed organizations. The study findings indicate that 19 (31.7%) of the respondents showed that sufficient talent pipeline in the organization surveyed very strongly influenced human resource succession planning. 19 (31.7%) of the respondents showed that sufficient talent pipeline in the surveyed organizations strongly influenced human resource succession planning in the company. 14 (23.3%) of the respondents indicated that sufficient talent pipeline in the organizations had a weak influence on human resource succession planning  in the selected organizations. From the above findings, the study confirms that sufficient talent pipeline in the organization had a strong influence on the organizational human resource succession planning. Table 4.15 illustrates the above findings.
Table 4.15: Sufficient talent pipeline in organization TC "Table 4.15: Sufficient talent pipeline in organization" \f T \l "1" 





No influence at all	8	13.3	13.3	100.0
Total	60	100.0	100.0	
 Source: Field data (2011)
4.2.2.3.2 Effective business practices in organization TC "4.2.2.3.2 Effective business practices in organization" \f C \l "1" 
Effective business practices of the selected organizations was another factors considered to have positive influence on the human resources succession planning in Tanzania work organizations.  The respondents were asked to rank the influence of effective business practice in organizational human resources succession planning. The study findings indicated that 30(50%) of the respondents indicated that effective business practices of the surveyed organizations very strongly affected human resource succession planning. 17 (28.3%) of the respondents showed that effective business practices of the selected organizations had a strong influence on the human resource succession planning. 10 (16.7%) of the respondents indicated that effective business practice had a weak influence on the human resource succession planning among the surveyed organizations. Only 3 (5%) of the respondents did not acknowledge the influence of effective business practices in human resource succession planning among the selected organizations. The findings confirm that effective business practices in the selected organizations play an important role in implementing human resource succession planning. Table 4.16 illustrates the above study findings. 
Table 4.16: Effective business practices in organization TC "Table 4.16: Effective business practices in organization" \f T \l "1" 





No influence at all	3	5.0	5.0	100.0
Total	60	100.0	100.0	
Source: Field data (2011)


4.2.2.3.3 Availability of effective company vision TC "4.2.2.3.3 Availability of effective company vision" \f C \l "1" 
Company vision was also considered to be among the positive factors influencing human resources succession planning in Tanzania work organizations. Respondents were asked to state how availability of company vision influenced human resource succession planning in their organizations. The study findings indicate that 30 (50%) of the respondents showed that that availability of effective company vision have very strong influence on the human resource succession planning among the selected organizations. 10 (16.7%) of the respondents indicated that effective company vision had  a strong influence on human resource succession planning in the selected organizations. 17(28.3%) argued that  effective company vision had a weak influence on the human resource succession planning in the selected organizations. Only 3(5%) of the respondents did not see any influence of company vision towards human resource succession planning. Therefore, despite small number of respondents not associating company vision to human resource succession planning, yet the two had strong correlations. That means if the company had no vision, then it difficult to plan its manpower requirements including succession planning of the potential employees. Table 4.17 illustrates the above findings.
Table 4.17: Availability of effective company vision TC "Table 4.17: Availability of effective company vision" \f T \l "1" 




No influence at all	3	5.0	5.0	100.0
Total	60	100.0	100.0	
Source: Field data (2011)
4.2.2.4 Findings on the strategies for enhancing the application of human resource succession planning TC "4.2.2.4 Findings on the strategies for enhancing the application of human resource succession planning" \f C \l "1" 

To understand strategies used by the selected organizations in enhancing the application of human resource succession planning the following issues were taken into consideration. First the study sought to explore if respondents were aware on the availability of strategies in enhancing SP in the organizations. Second issues was assessing on how attracting and recruiting potential employees enhanced SP in the selected organizations. Third was how the effective leadership and management development enhanced the SP. Also, setting enough budgets for human resource development was investigated. Furthermore, determinants of effective SP were considered as well as contribution of effective SP on organization performance was investigated.
4.2.2.4.1 Availability of organization strategies in enhancing SP TC "4.2.2.4.1 Availability of organization strategies in enhancing SP" \f C \l "1" 
The study aimed to find strategies used by the organization in enhancing human resource succession planning. Information was obtained through seeking knowledge level of the respondents. The findings indicate that 23 (38.3%) of the respondents were aware on different strategies used by their companies in enhancing human resources succession planning. 14 (23.4) of the respondents did not agree on the availability of strategies used by their organizations in enhancing human resource succession planning. Other 23 (38.3%) did not understand what the question sought. From the above statistics, the study learned that the number of respondents who agreed on the availability of strategies in enhancing succession planning and those who did not understand the question in the selected organizations were equal. Table 4.18 provides illustration of the above findings. 
Table 4.18: Availability of organization strategies in enhancing SP TC "Table 4.18: Availability of organization strategies in enhancing SP" \f T \l "1" 





 Source: Field data (2011)


Seven (87.5%) members from the FGDs indicated that among the strategies used by the organizations surveyed in enhancing human resource succession planning include: - participatory approach used by the management in trying to install the system of succession planning, increasing budget on human resources as well as attracting the best employees from other organizations. The above findings are supported by the study of Hills (2009) which revealed that five key strategies of succession planning including aligning succession planning with business strategy; assessing leadership potential using the 3Cs; involving the talent in the planning; mixing development, experience/coaching/training and casting a wider net for succession.

4.2.2.4.2 Attracting and recruiting potential employees TC "4.2.2.4.2 Attracting and recruiting potential employees" \f C \l "1" 
Attracting and recruiting potential employees from different sources were considered to be among strategies used by the surveyed organizations in enhancing the application of human resource succession planning. The respondents indicated that attracting and recruiting potential employees’ strongly facilitated succession planning in the organizations. 31 (51.7%) of the respondents who were above half strongly supported the above strategy in enhancing the application of human resource succession planning as illustrated in the in the table 4.19. 
Table 4.19: Attracting and recruiting potential employees TC "Table 4.19: Attracting and recruiting potential employees" \f T \l "1" 






Source: Field data (2011)

4.2.2.4.3 Effective leadership and management development TC "4.2.2.4.3 Effective leadership and management development" \f C \l "1" 
Establishing effective leadership and management development was considered to be another strategy used in enhancing the application of human resource succession planning. 39(65%) of the respondents which was nearly two third of total respondents argued that the strategy had very strong influence in enhancing the application of human resource succession planning in the surveyed organizations. The study findings imply that the role of effective leadership cannot be ignored for the effectiveness of human resource succession planning in any work organizations. Table 4.20 provides illustration based on the findings from the study area. 
Table 4.20: Effective leadership and management development TC "Table 4.20: Effective leadership and management development" \f T \l "1" 





Source: Field data (2011)
4.2.2.4.4 Budget for SP TC "4.2.2.4.4 Budget for SP" \f C \l "1"  
Since succession planning requires resource including human resources and financial resources, budget was considered to be a paramount strategy in enhancing the application of succession planning in the surveyed organizations. The respondents were asked what they thought to be the level of influence by improved budget in enhancing human resource succession planning. The findings indicate that 26 (43.3%) of the respondents showed that budget had a very strong influence on effectiveness of human resource succession planning in any work organization. 20 (33.3%) indicated that budget had a strong influence on the effectiveness of succession planning of human resources in the organizations. 14 (23.4%) of the respondents indicated that budget played weak role in enhancing application of human resource succession planning among the selected organizations. From the above statistics and as illustrated in the table 4:21 below proves that budget played an important role in enhancing human resource succession planning in the surveyed organizations. 
Table 4.21: Budget for HRD TC "Table 4.21: Budget for HRD" \f T \l "1" 





Source: Field data (2011)

4.2.2.4.5 Contribution of effective SP on organization performance TC "4.2.2.4.5 Contribution of effective SP on organization performance" \f C \l "1"  
The respondents were asked if effective succession planning contributes to the organization performance. The aim of this question was to solicit information on their acknowledgement of human resource succession planning in their organizational performance. The study findings indicate that 43 (71.7%) of the respondents strongly agreed that effective human resource succession planning have a lot to contribute in the organization performance. 17 (28.3%) of the respondents agreed on the contribution of effective human resource succession planning to the organization performance. However, no respondent who didn’t agree on the contribution of effective human resource succession planning on the organization performance. Therefore, from the above response, it is evidenced that effective human resource succession planning play an important role in improving organization performance. Table 4.22 illustrates the above study findings. 
 Table 4.22: Contribution of effective SP on organization performance TC "Table 4.22: Contribution of effective SP on organization performance" \f T \l "1" 




I strongly disagree 	0	0
Total	60	100.0











CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSION AND RECOMMENDATIONS TC "SUMMARY, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 

5.1 Introduction TC "5.1 Introduction" \f C \l "1" 

This chapter presents the summary, conclusions, recommendations and areas for further study. The main objective of the study was to assess the challenges facing human resources succession planning in Tanzania work organizations, Dar es Salaam region. 

5.2 Summary TC "5.2 Summary" \f C \l "1" 

The study aimed in assessing factors affecting human resource succession planning in the Tanzania public and private organizations. The study considered all groups of the respondents from the institutions surveyed. The study indicates that majority of the respondents were from TAZARA and the Open University of Tanzania. The rationale behind this was thought to be associated with the intimacy relationships between the researcher and respondents. This simplified the exercise of questionnaires distributions and collection. However, other organizations did not accept to feel questionnaires while other respondents did not return the filled questionnaires on time.  The study findings indicate that majority of the respondents did not have knowledge on the concept of human resource succession planning and how it works in their organizations. Few organizations surveyed conducted succession planning but how effective and regularly done in the organizations remained questionable. The study finding showed that human resource succession planning played an important role for the organization development. Hence, all organizations should understand the paramount role played by human resource succession planning for their survival.
Furthermore, the study findings revealed that there were a number of challenges the organization encountered in conducting effective human resource succession planning. These include lack of awareness among the majority of stakeholders, lack of effective company vision, lack of willingness among the senior employees in carrying out succession pans and increasing tight labour markets was raised to be some of the challenges facing human resource succession planning. 
Moreover, various strategies of enhancing human resources succession plans were identified during this study. These include: - Attracting and recruiting potential employees, Effective leadership and management development and improving budget was among the strategies identified in enhancing effective human resource succession planning in the surveyed organizations.

5.3 Conclusion TC "5.3 Conclusion" \f C \l "1" 

Succession planning has become one of the most significant human resource management responsibilities within today’s organizations as pointed out by Crumpacker and Crumpacker (2007). Given the current environment for many organizations, no one can afford to attract, invest in and then lose its high potential employees. The best way to address these challenges is to retain and develop its potential employees.  This means that organizations need to work to develop awareness on the succession planning and look for organizational messages that feed and grow the behaviours. 
5.4 Recommendations TC "5.4 Recommendations" \f C \l "1" 

i.	To meet this challenge facing human resource succession planning, a uniform process that provides a disciplined approach for matching human resources with the anticipated needs of the agency should be considered by the organizations surveyed to be essential. 
ii.	The organizations management should do whatever possible to disseminate information to the employees on the meaning and benefits from the human resource succession planning. This is due to the fact that information received from key informants in the departments and directorates of human resource management and administration of the surveyed organizations revealed that succession planning of the human resource was a new to many of them. 
iii.	Furthermore, the organizations hierarchies should commit themselves in implementing human resources succession planning since by so doing will contribute to the organization growth. Also, other employees will have a chance to learn from their seniors on the matters pertaining to human resource succession planning in their organizations. 
iv.	The company should have a strong vision. Since the large number of respondents indicated that on one way or another, lack of company vision among the surveyed organizations affected their efforts in conducting human resource succession planning. The organization surveyed should have deliberate efforts in creating company vision in matters related to human resource planning in the selected organizations.
v.	The surveyed organizations should have effective business practices since it have a positive influence on the succession planning. The organizations should have strategic practices which will assist in manpower planning including human resource succession planning. 
vi.	Organizations surveyed top management should change their mind set of not emphasizing human resource succession planning. They should bear in mind that HRSP is for the organizational benefits as well as developing their employees’ careers. They should keep in mind that effective succession planning assists the organizations in retaining its potential employees.
vii.	Furthermore, the organizations surveyed should conduct succession planning of human resources on regular basis. They should consider human resource succession planning to be part of their daily routines in their organizations

5.5 Areas for further study TC "5.5 Areas for further study" \f C \l "1" 
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Part One:  Personal information
1.	Name of the organization--------------------------------------------------------------------
2.	Your age (please tick the appropriate answer)
a.	20-30 years (         )
b.	31-40 years (         )
c.	41-50 years (         )
d.	51-60 years (         )
e.	60 +	        (         )
3.	Gender (please circle whichever is relevant)
a.	Male            (         )
b.	Female         (         )
4.	Marital Status (please circle whichever is relevant)
a.	Single b. Married c. Divorced  d. Widow/ widower
5.	Academic qualifications (circle the relevant answer)
a.	Certificate        (         )
b.	Diploma            (         )
c.	Graduate           (         )
d.	Master’s degree (         )
e.	Any other (specify)……………………………………..

6.	How long have been working at this organization? (circle the relevant answer)
a.	Less than 4 years  (         )
b.	5-10 years             (         )
c.	11- 14 years          (         )
d.	Above 14 years     (         )
7.	Directorate/ Department working with ----------------------------------------------------
Part Two: The Extent of Human Resources Succession Planning

8.	Do you have knowledge on the concept of human resource succession planning and how it works in the organization? (circle the relevant answer)
a.	Yes   b. No     c. I don’t know

9.	Does your organization practice succession planning? (circle the relevant answer)
a.	Yes	b. No 	c. I don’t know

10.	If yes, choose the most right statement on the degree level of succession planning in your organization.
a.	Strongly well done and satisfactory by the company
b.	Well done and satisfactory  by the company
c.	Fairly done  but not satisfactory by the management
d.	Not done all by the company
11.	 How many times the organization you are engaged with conduct succession planning? ( please circle one letter that represents your response)
a.	Every day
b.	At least once a week
c.	At least once a month
d.	Quarterly
e.	After 6 months
f.	At least once a year
g.	Never done in the organization


12.	How important is the Succession Planning in your working environment? (please circle the correct answer)
a.	Very important
b.	Important
c.	Not important at all






Part Three: Challenges Facing Human Resources Succession Planning

14.	Do you think the organization do face any challenge(s) when executing succession Planning?
a.	Yes	b. No	c. I don’t Know







16.	 Please indicate your reaction by circling the one most appropriate to following as can act as a challenge to the organization intention and effort of succession planning.
Strongly affect (1) Little effect (2) No effect (3)
S/N	Items	Ranking
1	Insufficient talent pipeline	1    2        3
2	Inability to motivate and retaining key employees	1     2      3
3	Ineffective business practices	1      2     3
4	Unfocused roles and responsibilities across a carrier plan	1      2     3
5	Limited information about employees	1     2     3
6	Lack of effective company vision and failure to address future needs	1     2     3
7	Inactive periodical succession plan	1     2     3
Part Four: Positive Factors Influencing Human Resources Succession Planning










18.	 Rank how the availability of the following has a positive influence on the organization human resource succession planning.(circle the most correct one)




1	Sufficient talent pipeline in the organization	1   2    3   4
2	Ability to motivate and retain key employees	1   2   3    4
3	Effective business practices in the organization	1   2  3    4
4	Focusing on  roles and responsibilities across a carrier plan	1    2   3   4
5	Plenty of information about employees	1     2  3   4
6	Availability of effective company vision and addressing future needs of the organization	1    2   3  4
7	Active periodical succession plan	1    2  3  4

Part Five: Strategies for Enhancing the Application of Human Resource Succession Planning.


19.	 Does your organization have any strategy (ies) in enhancing the application of human resource succession planning? (Please circle the correct answer).














21.	Rank how the availability of the following has a can strategize the human resource succession planning in your organization. (circle the most correct one)





1	Attracting and recruiting the potential employees	1   2    3   4
2	Rewarding and recognizing hard working employees	1   2   3    4
3	Effective leadership and management development	1   2  3    4
4	Staff engagement 	1    2   3   4
5	Effective management and performance	1     2  3   4
6	Organizational learning and development	1    2   3  4
7	Setting enough budget for human resource development	1    2  3  4


22.	Rank the following as suggested to be among the determinants of effective Succession Planning in your organization.
Strongly determine the SP= 1, Weak determine the SP= 2, Not determine at all= 3

S/N	Determinants of SP	Ranking
1	Human resource policies	1      2         3
2	Committed management	1      2         3
3	Culture of the organization	1      2         3
4	Readiness of the organization 	1      2         3
5	Competence of the organization management	1      2         3


















































Inability to motivate and retain key employees
Ineffective business practices
Limited information  about employees



